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Executive Summary 
Women are entering academic careers in increasing numbers. In addition, they are 
choosing to remain in academic careers during pregnancy and parenthood. However, they 
are still under represented at more prestigious research institutions and in higher academic 
and administrative positions. Decisions about issues that are central to these women's 
lives, such maternity leave and tenure, are most often made by males in higher ranking 
administrative and faculty positions. From a systemic point of view, decisions concerning 
female representation and status at the university are impacted by and have an impact on 
individuals who may consider themselves uninvolved in maternity issues. Such individuals 
include tenured male colleagues, department heads and administrators. 
A 41-item survey on the topic of parenting was developed and distributed to all 
faculty members at UTK during Spring 1989. The survey, called the Parenting Attitude 
Survey for Academics or PASA, included questions related to the impact of pregnancy and 
parenting on departments and colleagues; the relationship between adoption and maternity 
benefits; the impact of pregnancy and parenting on tenure and promotion; the need for 
paternity as well as maternity benefits; the impact of pregnancy and parenting on teaching, 
research and service, and university policies. The results were analyzed by the faculty 
member's age, gender, and rank. In addition, all female faculty were asked a series of 
open-ended questions about their parenting experiences while at UTK. 
The results showed that one key issue which divided the male and female faculty 
members was the impact pregnancy has on research productivity. Males were more likely 
than females to agree that research suffers when a faculty member becomes pregnant. But 
both agreed pregnancy should not influence tenure criteria. 
1 
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Overall, males, older faculty members and full professors were more likely to believe 
that: 1) pregnancy places heavy burdens on departments, 2) adoption should not be 
included in maternity leave guidelines, 3) there is less need for paternity leave than 
maternity leave, and 4) only certain women who have been pregnant should be given 
special considerations in regard to tenure, merit pay and/or promotion (only tenured women 
and those who have taken maternity leave). 
The purpose of this study was not to suggest a maternity policy for UTK. The 
purpose was to begin to understand the differences in attitudes and perceptions of faculty 
members surrounding the topics of pregnancy and parenting. It is hoped that through 
recognizing each other's differing opinions policies can be implemented which are 
appropriate for all individuals in this rapidly changing academic environment. 
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contacted and a copy of the existing policy was requested. A review of ten policies from 
institutions across the country led to the identification of the following themes (1) treating 
maternity leave as a medical disability, (2) differentiating between medical leave and child 
care leave, (3) stopping the tenure clock, (4) establishing the need for family leave 
(including paternity) versus maternity leave, (5) outlining departmental responsibilities (e.g. 
cover classes, reduced expectations) to parenting faculty members, and (6) assessing the 
impact of pregnancy and parenting on scholarly productivity, tenure and promotion. 
Research Questions 
The key question in this research asked how faculty members at the University of 
Tennessee, Knoxville feel about parenting issues based on their age, rank and gender. 
Related questions asked about the nature of the maternity and parenting experiences of 
female faculty members while employed at UTK. The answers to these questions will be 
discussed in four separate parts. 
Sample and Survey 
The names and campus addresses of those full-time faculty members employed at 
UTK during the spring semester of the 1988/89 school year were obtained from the 
university administration. The Parenting Attitude Survey For Academics, PASA, was sent 
to all 1244 full-time faculty members. 
In addition to responding to the PASA, faculty members received a series of 
demographic questions and a series of open-ended questions about maternity related 
experiences. All responses were completely anonymous and faculty members were 
instructed not to put their names on the answer sheets. Two weeks after the first mailing a 
second copy was sent thanking those who initially responded and reminding nonrespondents 
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to return the questionnaire. Two weeks later a fmal reminder letter was sent. All contact 
was done through campus mail. 
The response rate was 450 or 36%. Of the 398 females surveyed, 125 or 31 % 
responded. Of the 846 males surveyed, 309 or 37% responded. Two hundred and three or 
33% of the 610 full professors surveyed responded, whereas 119 (30%) of the 392 
associate professors and 101 (41%) of the 242 assistant professors responded. Forty-five 
percent of the respondents held the academic rank of full professor, 26% held the rank of 
associate professor, and 22% held the rank of assistant professor. From these figures , it . ' 
appears that females were not more inclined to respond than males and assistant professors 
were slightly more likely to respond than associate or full professors. 
One hundred and twenty five (28%) of the respondents were female and 309 (69%) 
were male. Three hundred thirty-nine (75%) were married, 44 (10%) were single, and 45 
(11 %) were divorced, separated, or widowed. The majority (76%) had children. 
Respondents indicated their age on a five-point scale (1 = 20-29; 2 = 30-39; 3 = 40-49; 4 
= 50-59; 5 = 60+). The mean age range was 40-49 years (SD = .94). Twenty-seven of 
the respondents failed to indicate their academic rank, 16 failed to identify their gender, 22 
failed to report their marital status and 15 failed to report their age. 
Part I: Parenting Attitude Survey for Academics 
The six themes mentioned earlier provided the framework for the development of a 
Likert-type instrument or PASA. The PASA contains 41 statements to which the faculty 
member responds on a five point scale from one (strongly agree) to five (strongly 
disagree). The P ASA was field tested with four faculty members and two administrators 
and revised before it was administered. 
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Table 1 shows the 41 questions as well as the overall means and standard deviations. 
The results were grouped according to six themes: impact of parenting on department and 
colleagues, adoption, impact on tenure and promotion, fathers, impact on 
teaching/research/service and policies. 
INSERT TABLE 1 HERE 
From Table 1 it can be seen that the faculty most strongly agreed with the following 
two statements as evidenced by mean scores below 2.0 (1) Faculty members do not need 
to provide their departments with notice prior to becoming pregnant, although this was a 
requirement in the maternity leave policy of one institution that was contacted (question #5 , 
mean = 1.89), and (2) during maternity leave a woman is expected to devote her time to 
parenting and not scholarly activities (#33, 1.96). 
Faculty most strongly disagreed with the following four statements as evidenced by 
mean scores above 4.0 (1) Adoption should be considered equivalent to giving birth in 
terms of employee benefits provided (#8, 4.53), (2) New fathers do not need the same 
considerations as new mothers do (#25, 4.49), (3) Employers should reimburse adoptive 
parents for some of their adoption expenses, as is done in some industries (#10, 4.44), and 
(4) Faculty members who feel comfortable with their roles as parents and scholars will 
become more productive employees (#32, 4.19). 
8 
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The demographic variables addressed in this study (age, rank and gender) will each be 
addressed separately. The correlations between age and rank, age and gender and rank and 
gender were .58, .21 and .29 respectively. 
Age 
The faculty members were asked to indicate their age according to five categories : 20­
29, 30-39, 40-49, 50-59 and 60 and above. Only four subjects were below 30 and the first 
two categories were combined for analysis purposes. The first category was relabeled as 
those who were under forty years of age. Analysis of variance showed that seventeen 
questions had statistically different responses based on the faculty member's age. These 
questions and the means are shown in Table 2. 
INSERT TABLE 2 HERE 
Generally, the scores increased or decreased systematically across the four age groups 
with the biggest differences between the under forty and over 60 year old groups. 
Exceptions to this pattern were seen in four questions. Three of these dealt with tenure and 
promotion (#s 19, 20 and 23). In these three cases the oldest faculty members' responses 
were more similar to those of the youngest faculty members in agreeing that pregnancy 
jeopardizes a woman's chances to earn tenure and promotion. Youngest and oldest faculty 
also agreed that it is difficult to be a good parent and earn tenure at the same time. In 
regard to the statement that maternity leave policies should be carefully written statements 
spelling out rights and responsibilities (#38) the oldest faculty members were the most 
likely to agree (mean = 1.29), followed by the youngest faculty members (1.64). 
Five questions showed decreasing agreement across the age groups, from youngest to 
oldest. In other words, the younger the faculty member the more likely he or she was to 
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agree that adoption should be considered equivalent to giving birth in terms of employee 
benefits (#8), employers should reimburse parents for adoption expenses (#10), it is difficult 
for men to achieve tenure and be good parents at the same time (#24), there is a need for 
paternity leave as well as maternity leave (#26), and fathers are playing a more active role 
in parenting and should be eligible for paternity leave (#28). 
Eight questions showed increasing agreement across the age groups, from youngest to 
oldest. In other words, the older the faculty member the more likely he or she was to 
agree that pregnancy places heavy burdens on the department (#4), adoption should not be 
included in maternity guidelines because it is not a medical disability (#9), only women 
who take maternity leave should be allowed to stop the tenure clock (#16), flexible 
schedules allow women to bear children and earn tenure and promotion (#17 and #18), new 
fathers do not need the same considerations as new mothers (#25), teaching usually suffers 
when a faculty member is pregnant (#29) and maternity leave policies should be restricted 
to tenured faculty (#39). 
Gender 
Thirteen questions showed significant differences for men and women. These questions 
are shown in Table 3. Men were more likely to agree with six statements: pregnancy 
places heavy burdens on the department (#4), adoption should not be treated as a medical 
disability (#9), only women who take a leave of absence during pregnancy should be able 
to stop the tenure clock (#16), new fathers do not need the same considerations as new 
mothers (#25), and teaching and research suffer when a faculty member is pregnant (#29 
and #30). 
INSERT TABLE 3 ABOUT HERE 
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Women were more likely to agree with seven statements: it is difficult for women to 
earn tenure and be good parents at the same time (#23), there is a need for paternity leave 
for new fathers (#26 and #28), faculty members who are comfortable as parents make more 
productive employees (#32), universities should look to industry for maternity leave policies 
(#35), faculty and staff maternity leave policies should be similar (#36) and specific 
policies do not take special circumstances into consideration (#37). 
Rank 
Fifteen questions showed significant differences between assistant, associate and full 
professors. These results are shown in Table 4. On all questions, except one, the scores 
increased or decreased systematically across the three groups with the biggest differences 
between the assistant and full professors. The exception to this pattern was seen in question 
number 11 which asked if the tenure clock should be stopped for one year during 
pregnancy and early parenting. The three means were 1.64, 2.01 and 1.91, respectively. 
This indicated that the associate professors were slightly less likely to agree with this than 
the other two groups. 
INSERT TABLE 4 ABOUT HERE 
Six questions showed decreasing agreement across the ranks, from assistant to full 
professor. In other words, the lower the rank of the faculty member the more likely he or 
she was to agree with these seven statements: pregnancy jeopardizes a woman's chances 
for promotion (#20), it is difficult for men to earn tenure and be good parents (#24), there 
is a need for paternity leave (#26 and 28), fathers' and mothers' careers are affected 
equally by parenting (#27), and faculty members who are comfortable as parents make 
more productive employees (#32). 
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Eight questions showed increasing agreement across the ranks, from assistant to full 
professor. The higher the rank the more likely the faculty member was to agree these eight 
statements: pregnancy places heavy burdens on the department (#4), adoption should not 
be in maternity leave guidelines because it is not a medical disability (#9), faculty 
members who choose to become pregnant before tenure are not very serious about their 
careers (#12), only women who take a leave of absence during pregnancy should be 
allowed to stop the tenure clock (#16), because of flexible schedules women should be able 
to bear children and earn tenure and promotion (#17 and #18), new fathers do not need the 
same considerations as new mothers (#25) and maternity leave policies should be restricted 
to tenured faculty (#39). 
In sum, Part I revealed that six questions elicited significant differences across all 
three variables (#s 4, 9, 16, 25, 26, 28). These questions dealt with: the burdens felt by a 
department during a faculty member's pregnancy, adoption and maternity benefits, maternity 
leave and stopping the tenure clock, and paternity benefits. The similarity across age, 
gender and rank on these questions may have been due somewhat to the correlations 
among variables. However, four questions were significant only for age (#s 8, 10, 19, 38). 
Younger faculty members were more likely to agree that adoption should be considered 
equivalent to giving birth, employers should reimburse adoption expenses, pregnancy 
jeopardizes tenure and maternity leave policies should be specific, written statements. 
Also, four questions were significant only for gender (#s 30, 35, 36, 37). These questions 
asked if research suffered when a faculty member was pregnant, if universities should look 
to industry for direction, if faculty and staff maternity leave policies should be similar and 
if specified policies allow for special circumstances that might arise during pregnancy. 
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Males were more likely than females to believe the first item to be true. 
Three questions were significantly different only for rank (#s 11, 12, 27). These 
questions dealt with stopping the tenure clock for one year during pregnancy, the career 
mindedness of women who become pregnant prior to tenure and the differential effect of 
parenting on male and female careers. Assistant professors were more likely to agree with 
stopping the tenure clock during pregnancy and that mothers' and fathers' careers are 
affected equally by pregnancy. They were more likely to disagree that pregnancy reflected 
a lack of career mindedness. 
Overall, the faculty did not differ in their answers to questions dealing with a number 
of issues. The responses did not differ by age, rank or gender on the following issues. 
They were in general agreement and undecided (scores averaging around 3.0) about: (1) 
expecting colleagues to cover classes for pregnant colleagues, (2) whether pregnancy should 
influence the criteria for promotion and merit pay, (3) whether service suffers during 
pregnancy, and (4) considerin.g pregnancy as a medical disability. They agreed (scores 
below 3.00) that: (1) pregnant and parenting women should be given special considerations 
in their departments, (2) they should not be expected to assume greater responsibilities 
when they returned from leave, (3) pregnancy should not influence tenure criteria, and (4) 
it is more difficult for women to be good parents and academics than it is for men. They 
disagreed slightly that women do not need maternity leave because they can have their 
children in the summer. 
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Pan II: Comments On the P ASA 
"PLEASE FEEL FREE TO PROVIDE COMMENTS CONCERNING YOUR ANSWERS 
ON THE PASA" 
All respondents were invited to comment on the issues raised by the PASA. Forty­
eight men and women responded to these issues. Comments were grouped according to the 
six themes that served as the framework for the development of the P ASA. 
Adoption 
Seven faculty members--including only one adoptive parent--commented on the 
eligibility of adoptive parents for leaves of absence and university payment of adoption 
expenses. Only one faculty member was against leaves of absence for adoptive parents. The 
others favored the eligibility of adoptive parents for both of these benefits. As one faculty 
member put it, "There needs to be rewardslbenefits for people who chose to adopt, since 
socially and medically this may be harder than having one's own children and perhaps 
fulfills a greater need in our society than having one's own children." 
Fathers 
Responses to father-related items reflected strong opinions either in favor of or against 
paternity rights. The two males who were against paternity leave used such words as 
"garbage" and "lunacy" to express their disdain for this idea. In contrast, others chided the 
authors for not more fully recognizing the impact of pregnancy and fatherhood on men's 
careers. Those favoring paternity benefits did not speak in one voice. They offered several 
alternatives. One thought fathers should share the same benefits (including leave) available 
to new mothers if they assumed responsibility for the children. Another felt that fathers 
14 
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should be eligible for a "different kind" of leave but didn't elaborate. Lastly, a female 
faculty member thought paternity leave was ok but, since she would have primary 
responsibility for child care, she felt maternity leave made more sense. 
Impact on Department and Colleagues 
Comments related to this theme indicated that it was typical for departments to 
arrange for colleagues to teach the classes of females on maternity leave. One male 
expressed a certain amount of resentment toward this practice, "It's a burden to cover 
classes for pregnant faculty, but we have to do it." Several faculty proposed alternative 
means to having colleagues assume the teaching responsibilities of females on maternity 
leave. They suggested that the university hire graduate students or part-time faculty to 
assume those teaching responsibilities. If other full-time faculty had to assume an overload 
for a female on maternity leave, one faculty member suggested that a reduction in course 
load be granted to the professor with the additional responsibility. 
Others expressed concern about the length and frequency of class coverage. "I would 
soon lose interest in covering for the rabbit family," commented one male faculty member. 
Another male faculty member worried about the impact several pregnant faculty members 
would have on the distribution of work, "It depends on whether there are several pregnant 
at the same time. It would be difficult to redistribute work loads if three women in a ten 
person department were pregnant at the same time." 
Faculty appeared supportive of accommodating mothers with infants and young 
children with teaching schedules designed to meet their child care needs, but were not in 
favor of reducing their students or advisees or giving them priority in the choice of courses 
to be taught. 
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Policies 
Respondents took the opportunity to comment on the present practices at UTK and the 
policies introduced for consideration by the PASA. One male faculty member felt UTK's 
lack of a maternity policy was "disgraceful." According to him, "Without such a policy 
women are forced to either suffer financial loss (by taking a leave of absence without pay), 
or else use up hard-earned leaves with pay that would better serve the university if utilized 
for research." It had been his experience that females in his department were given only 
the choice between full-time teaching or leave without pay after the birth of their children. 
Both men and women called for the elimination of department by department 
negotiation of maternity leave arrangements and the institution of a university-wide 
maternity policy. One female specifically suggested a one semester, fully paid maternity 
leave. However, several tempered their comments about written policies. One male called 
written policies "two-edged swords" and wanted any policy to be "well considered." Others 
wanted any written policy to serve as a blueprint providing general guidelines in which 
cases would be considered on an individual basis. As one female wrote, "Policies should 
spell out enough to protect pregnant women's rights but shouldn't be rigid; cases should be 
decided indi viduall y." 
In a similar vein, others expressed apprehension toward any written policy that had the 
potential of benefiting one group of faculty to the "loss" of others. Two males expressed 
their concerns this way, "Be careful not to penalize the childless for their decision or men" 
and "The university must be careful to extend medical and academic benefits to all faculty 
regardless of gender or marital status." 
16 
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Faculty generally ridiculed the idea of providing notice of the intention of becoming 
pregnant, although it was the policy at one institution that was studied. They considered it 
a matter of privacy. One said, "Whether or not I am trying to get pregnant is my personal 
business!" Another wrote, "Freedom of decision to become pregnant is the sole right of the 
individual faculty member and no policy should try to affect or restrict it." Most thought 
that a notice "early in pregnancy" (i.e., 2 to 3 months) was plenty of time for department 
heads to make arrangements. 
Impact on Tenure and Promotion 
Comments related to this theme seemed to concentrate on a few topics and to be 
related to the gender of the commenting individual. Female faculty dealt strictly with the 
negative impact of pregnancy and parenting on tenure. One said, "It is generally understood 
by female faculty that having children and getting tenure are incompatible goals." Another 
female shared, "During the fIrst two years, I was the only non-tenured person on faculty 
with young children. I never felt anyone realized how differently my professional and 
personal life was from my colleagues. They would work at night and on weekends; this 
wasn't an option for me." Fear of not being granted tenure contributed to one woman's 
decision to limit her family to one child. To ease the anxiety generated by pursuing tenure, 
one female advocated stopping the tenure clock for two years. 
Comments from male faculty dealt with concerns about tenure standards and stopping 
the tenure clock. One childless faculty member wrote, "Employees with children must be 
judged and rewarded on the same basis as their childless peers, whether the peers are 
contemporaries, those who have not yet had children, or those whose children have grown. 
All should be judged on their abilities to do a good job." Additionally, two males believed 
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that scholarly perfonnance should be the only criteria by which tenure decisions are made. 
The time required to earn tenure seemed unimportant to them. 
The three males who specifically mentioned stopping the tenure clock were mixed in 
their feelings. One was definitely in favor of stopping the tenure clock, whereas the other 
two were against this policy. These two didn't recognize pregnancy and parenthood as 
reasons for stopping the tenure clock. 
Impact on Teaching, Research and Service 
Male faculty members took the opportunity to comment on the relationship between 
parenting and achieving career goals. Their comments fell into two categories. One group 
of males recognized that both an academic career and parenting are "demanding 
commitments." As one male wrote, "Each one tends to exclude the other to a considerable 
extent. It's unfortunate, but realistically that's the way it seems to be." Another male was 
more blunt in his estimation of competing demands, "I would not recommend this 
profession to a young adult with a family orientation." 
The second group addressed the issue of the career impact by declaring the parenthood 
is a "personal decision and not necessarily the problem of colleagues or the institution." 
The lone female in this group agreed that it's the faculty member's choice to become a 
parent and the decision should not force others to accommodate. 
In sum, Part II revealed that faculty generally favor equating adoption with giving 
birth to one's biological offspring. There is general agreement that it is a burden on 
departments when faculty members are pregnant, and research suffers as a result of 
pregnancy and early parenting. 
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Part III: Women's Ratings of the Impact of Maternity on Teaching, Research and Service 
Part III involved asking women who had delivered a baby while on the UTK faculty 
to describe the accommodations made by their departments and to rate the impact 
motherhood had on teaching, research and service. Twenty-eight women responded to this 
series of questions. Twenty-two of them experienced their fIrst pregnancy while at UTK, 17 
were assistant professors and 9 were nontenured. 
The following figures reflect that fact that few accommodations were made by their 
departments and the women generally did not volunteer to reduce their productivity. 
"DURING YOUR PREGNANCY(IES) WERE YOU PROVIDED WITH ANY OF THE 
FOLLOWING BY YOUR DEPARTMENT?" 
YES NO 
Leave of absence 4 (16%) 21 (80%) 
Reduced teaching load 9 (35%) 16 (65%) 
Reduced service expectations 8 (35%) 15 (65~) 
Reduced committee assignments 5 (22%) 18 (78%) 
Reduced research expectations 3 (12%) 22 (88%) 
"DURING YOUR PREGNANCY(IES) DID YOU VOLUNTARILY CHOOSE TO DO 
LESS OF THE FOLLOWING?" 
YES NO 
Community service 10 (39%) 16 (61%) 
Committee assignments 6 (21 %) 21 (79%) 
Research or scholarship 7 (26%) 19 (74%) 
19 
In addition, they were asked to use a five-point scale (from extremely negative to 
extremely positive) to rate the impact of pregnancy on the following (1) teaching as a 
nontenured faculty member (mean = 2.78, n = 19)), (2) research and scholarly productivity 
as a nontenured faculty member (mean = 2.89, n = 19), (3) teaching as a tenured faculty 
member (mean = 3.14, n = 7), and (4) research and scholarly productivity as a tenured 
faculty member (mean = 3.33, n = 6). 
In summary of Part III, the results revealed that the women generally were given few 
accommodations by their departments and took few self-imposed reductions in productivity; 
In addition, nontenured faculty members assessed the impact of pregnancy more negatively 
than tenured faculty. 
Part IV: Women's Career and Maternity Histories at UTK 
In addition to answering the questionnaire and providing comments concerning the 
issues raised in the PASA, female faculty members were asked to respond to three open­
ended questions detailing their maternity and career histories at UTK, assessing the impact 
of their pregnancy on their teaching and scholarly productivity, and assessing whether 
pregnancy or parenting of young children had a greater impact on their careers. Thirty-one 
women responded to at least one of the three questions. It should be noted that all of these 
women were not the same individuals who responded to the questions in Part III. Women 
who are motivated to answer open-ended questions, requiring more time to respond, may 
be different from those who choose to answer either the objective questions or both. 
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"PLEASE DESCRIBE YOUR EXPERIENCES WITH MATERNITY /EARL Y PARENTING 
WHILE AT UTK. INCLUDE INFORMATION ABOUT YOUR SITUATION, BENEFITS, 
ASSISTANCE FROM COLLEAGUES, ETC." 
The fIrst open-ended question had female faculty members describe their maternity and 
early parenthood experiences while faculty members at UTK. It was requested that they 
include information about their situation, benefits provided, and assistance from colleagues. 
For ease of discussion, maternity and early parenthood experiences will be discussed 
separately. 
The majority of female faculty continued to maintain full teaching responsibilities 
during their pregnancies. This included teaching during the term when child was expected. 
Two women reported arranging to have graduate students assume their teaching 
responsibilities after the birth of the child. In the words of one woman, "The baby was due 
in mid-October, so I coordinated the class with a graduate student who took over when the 
baby arrived on October 6th. I was in the classroom in the morning and the labor room 
that afternoon. I was out for the rest of the semester and resumed teaching in January." 
Only one faculty member reported being offered a leave of absence during the quarter her 
baby was due, but instead choose to teach part-time. Two faculty members noted they 
experienced problem pregnancies requiring extended bed rest. The assistance of their 
colleagues or graduate students was not needed because these complications occurred 
during the summer months when neither of them were teaching. 
Although they maintained teaching responsibilities up to their due dates, the majority 
of female faculty members modifIed their schedules and responsibilities after the birth of 
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their children. Seven reported taking a leave of absence the tenn after the child was born. 
Four reported taking a leave after the birth of each of their children. This often included 
the Fall tenn if the child was born during the summer months. Otherwise, one tenn was 
the length of a typical leave. Although not teaching during these leaves, some faculty 
members continued to maintain commitments to committee assignments and graduate 
students; often coming in one day a week for meetings. With the exception of one 
professor on a research sabbatical, respondents did not indicate if they pursued research 
interests during these leaves. They did not provide details concerning the status of their 
salaries during these leaves. 
Only one faculty member detailed the specific arrangements made with her department 
head that enabled her to take a leave of absence after the birth of each of her children. To 
earn the first leave she taught a summer course without pay and taught an overload the 
quarter she returned. To earn the second leave she taught an overload the spring quarter 
before the birth of her child and was given release time for the number of doctoral 
students she was supervising. One women arranged for a visiting professorship at another 
university the term after the birth of her child. Only one mentioned that her leave was a 
leave with pay. 
Only one adoptive parent responded to this question. Although faced with the need to 
care for a small infant, she did not take a leave of absence because she was being 
considered for tenure the following tenn. 
Those faculty members who returned to work soon after the birth of their children 
often arranged for a reduction in their course loads and modified their schedules to meet 
their family's needs. Course reductions of one class for one term were typical. Some 
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department heads appeared willing to arrange the teaching schedules of new mothers and 
those with young children (i.e. no late afternoon classes) to accommodate child care needs. 
However, one new mother did report being assigned an 8:00 a.m. class the quarter she 
returned to teaching. 
Several women arranged for part-time employment for varying lengths of time after 
the births of their children. These arrangements were made because they met the needs of 
both the departments and the women involved, although the impact on tenure varied. A law 
professor taught part-time for "three years in a nontenure position, whereas another professor 
in an unidentified department taught part-time two quarters without an interruption in tenure 
consideration. A nursing faculty member, tenure status unknown, taught part-time for one 
year. 
"PLEASE PROVIDE DETAILS AND SPECIFIC EXAMPLES OF HOW PREGNANCY 
IMP ACTED ON YOUR TEACHING AND SCHOLARLY PRODUCTIVITY" 
In response to the second question of how pregnancy had impacted their teaching and 
scholarly productivity, the majority responded that their teaching was not affected adversely 
by pregnancy. These respondents readily admitted that easy, uncomplicated, problem-free 
pregnancies contributed to the lack of negative impact. In fact, several faculty members 
reported unexpected positive teaching experiences because of their pregnancies. One women 
wrote, "I found that my teaching was improved (my student ratings) concurrent with the 
pregnancy. I attribute this to my greatly increased happiness and greater sensitivity to and 
interest in my students." Another shared, "pregnancy had relatively little impact on my 
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career. Some of the students seemed to feel they needed to nurture me, which may have 
gotten a bit more work out of them." A member of the nursing faculty described herself as 
more empathetic toward patients and students during her pregnancy. Another faculty 
member found herself to be more maternal toward her students and more willing to reach 
out to them. She felt students were influenced by her pregnancy, too. She stated "Students 
were more responsive to my teaching when I was pregnant. Students were more willing to 
please and help make the course a success." 
Faculty were quick to admit that their research was negatively affected by their 
pregnancies and the birth of their children. According to one respondent, "The two years 
following the birth of my child were not very productive years for research/scholarship 
since so much time was spent with the child. Just meeting teaching demands and keeping 
household activities in hand took most of my energy." In the words of another, "1 have 
actively chosen to cut down on my work to spend time with my small children--knowing I 
would pay the price in the pace of my scholarly work .. . simply means that I have been 
slow to finish my book." A third female wrote, " I do firmly believe that it is HARD, 
HARD, HARD to establish a successful career in scientific research and rear offspring. I 
have no regrets, would not do it any other way, but I do feel my career is 5-10 years 
behind my male colleagues in terms of scientific reputation and I am always tired." Citing 
fatigue and uncomfortableness, pregnant faculty members neglected their research interests 
because it was the "most expendable commitment." 
Women had two reactions to the limited time available to them between the infants' 
naps and feedings. Some felt that this limited time was only sufficient for class preparation 
and paper grading, and not for research. Others felt they learned to organize their time and 
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use these segments efficiently to plan and develop research projects. 
"PLEASE EXPLAIN WHICH HAD MORE OF AN IMPACf ON YOUR CAREER, THE 
PREGNANCY ITSELF OR THE TIME SPENT CARING FOR AN INFANT OR YOUNG 
CHILD" 
The last of the three open-ended questions asked which had more of an impact on 
their career, the pregnancy itself or the time spent caring for the infant or young child. 
Overwhelmingly, faculty members responded that parenthood, rather than pregnancy, had 
the greater negative impact on their careers. One said, "I think that my pregnancy had little 
effect on my work, but caring for the child has set me back about a year." Another shared, 
"The first 18 months I clearly put much of my career on hold." Healthy, problem-free 
pregnancies and summertime births contributed to the minimal negative consequences of 
pregnancy. In the words of one woman, "I had a very healthy, trouble-free pregnancy that 
had virtually no impact on my performance up until the child was born." 
Responses revealed that the women had primary responsibility for child care at home 
in addition to pursuing an academic career. In some cases this was with little support from 
their partners. The "time consuming" responsibility of child care caused women to alter 
their work habits. One wrote, "I don't work at school at night unless there is an 
emergency. I rarely work in the lab on weekends. I would be in the lab at night and on 
weekends if I had no children!" Another wrote, "How I manage my time is different-­
sometimes I don't manage it. Sometimes things don't get done. I'm more efficient with 
time now and my energy." Others began working after their children were in bed--often 
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after 9:30 p.m.--or before they were awake in the morning. 
Several respondents cited the lack of affordable quality child care as an obstacle to 
balancing family and career. Women's statements reflected a need for child care for 
children of all ages. "I found infant child care to be a myth," wrote one mother. She went 
on to describe her child care arrangements as involving multiple caregivers with varied 
daily schedules. Another noted the inadequacy of child care for school age children. With 
children dismissed from school at 2:30, she was unable to attend last-minute late afternoon 
meetings because child care was unable for her young school age child. Unexpected events · 
like snow days or an ill child produced additional child care problems for mothers with 
husbands who wouldn't or couldn't help. Several respondents called on the university to 
provide additional child care for faculty, staff, and students. 
In sum, the results of Part IV revealed that women seem to be able to maintain 
their teaching responsibilities during pregnancy. Some have opted to pursue a nontenure 
track position or a part time position during pregnancy and parenting. However, there was 
general agreement that research and scholarship suffered and did not keep pace with that of 
their male colleagues. Parenting rather than pregnancy appears to be more stressful for 
female academics. 
Final Summary 
In sum, 450 faculty responded to the P ASA, 48 men and women commented on the 
issues raised by the P AS A, 28 women had children while on the faculty at UTK and 31 
women responded to at least one of the three open-ended questions. The women who 
responded to this survey reported that pregnancy itself had little impact on their careers. If 
anything, some reported unexpectedly positive experiences with students in class during 
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their pregnancies. In contrast, parenting had a tremendous impact on their career goals, 
especially those related to research. The demands of parenting coupled with those of 
teaching consume so much time that little remains for research. Women called for an 
increase in the availability of child care and stopping the tenure clock as university-based 
solutions. 
Four of the six topics--adoption, fathers, the impact on departments and colleagues, 
and policies--generated comments from both male and female faculty members that were 
not easily classified by gender. However, the responses to the impact of pregnancy and 
parenting on tenure and promotion and the impact of pregnancy and parenting on teaching, 
research, and service produced comments more easily classified by the gender. For 
example, women's comments spoke to the incompatibility of parenting and pursuing tenure 
whereas men's comments addressed the need to maintain the tenure process by denying 
parenthood as a reason for stopping the tenure clock. 
The following statements best summarize the overall findings in this study. These are 
not presented in any specific order. First, females are more supportive of paternity leave 
and benefits than are males. Second, pregnancy and early parenting are perceived as 
burdens by their male colleagues, who are willing to cover classes only on a short term 
basis. Third, faculty seem to desire a more clearly specified maternity leave policy, but at 
the same time they desire to maintain some flexibility depending on individual 
circumstances. Fourth, research and scholarship, more than teaching and service, suffer due 
to pregnancy and parenting. This often places women several years behind their male 
colleagues. 
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Fifth, there appear to be strong feelings that tenure criteria should not change for 
individuals who have been pregnant during their probationary status. However, there is 
some agreement that the length of the probationary status could be extended. Sixth, women 
who have healthy and uncomplicated pregnancies generally are receiving few 
accommodations from their departments and are choosing not to voluntarily reduce their 
work loads. In order to do this they are rearranging their schedules, working part time for 
less pay and loss of tenure track status, giving birth during the summer, getting less sleep 
and allowing research and scholarship to suffer. And seventh, early parenting rather than . 
pregnancy is more demanding of women's time and has more of a negative impact on their 
careers. 
Discussion 
Younger faculty, females and assistant professors believed that the university should 
provide more liberal benefits and special considerations for pregnant and parenting female 
faculty members. However, they differed somewhat as to what these benefits would be. 
It is interesting to note that females saw more of a need for paternity benefits than 
did males. Questions describing the male's increased role in parenting were more strongly 
supported by females. It may be that this trend has not fully come to pass and that 
women are optimistic it will, while males don't realize the career implications if it does 
become more of the norm. The belief that parenting is still more of a responsibility for 
women is evidenced in the fact that it is more difficult for women to be academics and 
good parents than it is for men, although it is difficult for both genders. 
There seem to be stronger feelings and more concerns over the relationship between 
pregnancy and tenure criteria than promotion or merit pay criteria. Neither males nor 
i 
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females want the tenure criteria changed for pregnant women. However, they do seem to 
agree that pregnant women are due special consideration from their departments in routine 
matters such as teaching loads, class times, and class sizes. These considerations are 
viewed as placing heavy burdens on the department. No discussion was found in the 
research or popular literature about whether academic women should have the option of 
pursing a "mommy track" career path. It may be that such an infonnal track exists with 
some women choosing to remain at lower academic ranks or assume non-tenure track 
positions. 
Conclusion 
The purpose of this survey was NOT to suggest policy to be implemented at UTK. 
One purpose was to gather descriptive data about faculty attitudes and experiences. It will 
be the responsibility of university administration and the Commission For Women to 
determine the implications of the findings and decide if further action is needed. 
A second purpose was to begin to develop and field test an instrument that can be 
used by other institutions and researchers who are interested in this topic. No such 
instrument currently exists. The PASA is the first of its kind in the country. 
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Table 1 
University of Tennessee Faculty Responses to the PASA (N=4S0) 
Question 
Department/Colleagues 
1. 	 Colleagues should be expected to cover classes for 3.58 1.30 
faculty members who are pregnant or new parents. 
2. 	 It is a burden to expect colleagues to cover classes for 2.33 1.27 
faculty members who are pregnant or new parents. 
3. 	 Maternity arrangements should be negotiated between 2.87 1.41 
the faculty member and the department chairperson. 
4. 	 Pregnancy places heavy burdens on the individual's 2.04 1.26' 
department. 
5. 	 Faculty members need to provide their departments with 1.89 1.20 
advance notice prior to becoming pregnant and 
requesting maternity leave. 
6. 	 Women who return from maternity leave should not be 2.66 1.36 
expected to assume greater responsibilities than they had 
prior to pregnancy. 
7. 	 Pregnant women and women with infants should be 2.81 1.36 
given priority in their departments in decisions such as 
class times, courses taught, numbers of students, 
numbers of advisees, etc. 
Adoption 
8. 	 Adoption of an infant should be considered equivalent 4.53 .92 
to giving birth in terms of employee benefits provided. 
9. 	 Adoption of an infant should not be included in 2.86 1.37 
maternity leave guidelines because it is not a medical 
disability . 
10. 	 Employers should reimburse adoptive parents for some 4.44 .92 

of their adoption expenses. 

I I 
Ten urelPromotion 
11. 	 A faculty member should have the option of stopping 3.85 1.09 
the tenure clock for one year during pregnancy and the 
parenting of an infant. 
12. 	 Faculty members who choose to become pregnant 3.43 1.16 
before tenure are not very serious about their careers. 
13. 	 Pregnancy should not influence the criteria used to 3.44 1.12 
evaluate an individual for promotion. 
14. 	 Pregnancy should not influence the criteria used to 3.66 1.08 
evaluate a person for merit pay. 
15. 	 Pregnancy should not influence the criteria used to 1.65 1.04 
evaluate a person for tenure. 
16. 	 Only women who take a leave of absence during or 3.00 1.21 
after pregnancy should be allowed to stop the tenure 
clock. 
17. 	 Because of the flexible schedules of academics, women 2.19 1.17 
should be able to bear children and earn tenure. 
18. 	 Because of the flexible schedules of academics, women 3.64 1.24 
should be able to bear children and earn promotion. 
19. 	 Pregnancy jeopardizes a woman's chances to achieve 2.67 1.35 
tenure. 
20. 	 Pregnancy jeopardizes a woman's chances to earn 1.57 .91 
promotions. 
21. 	 It is difficult for women to achieve promotions and be 1.57 .93 
good parents at the same time. 
22. 	 It is difficult for men to achieve promotions and be 2.42 .95 
good parents at the same time. 
23. 	 It is difficult for women to achieve tenure and be good 1.71 .91 
parents at the same time. 
24. 	 It is difficult for men to achieve tenure and be good 1.82 1.02 
parents at the same time. 
( T	 il 
Fathers 
25. 	 New fathers do not need the same considerations from 4.49 .84 
their employers as new mothers do. 
26. 	 There is a need for paternity leave for new fathers as 3.36 1.23 
well as maternity leave for new mothers. 
27. 	 Fathers' and mothers' careers are affected equally by 3.01 1.22 
the birth of children. 
28. 	 Fathers are playing a more active role in parenting and 3.34 1.38 
should be considered eligible for paternity leave. 
Teaching/Research/Service 
29. 	 Teaching usually suffers when a faculty member is 2.10 1.09 
pregnant. 
30. 	 Research usually suffers when a faculty member is 2.12 1.12 
pregnant. 
31. 	 Community service usually suffers when a faculty 3.78 1.22 
member is pregnant. 
32. 	 Faculty members who feel comfortable with their roles 4.19 1.17 
as both parents and scholars will become more 
productive employees in the long run. 
33. 	 During maternity leave a woman is expected to devote 1.96 1.17 
her time to parenting and not scholarly activities. 
Policies 
34. 	 Employers should treat pregnancy as a medical 3.86 1.33 
disability. 
35. 	 Universities should look to industry for direction in 3.34 1.29 
planning maternity leave policies. 
36. 	 Faculty and staff maternity leave policies should be 3.10 1.26 
similar. 
37. 	 Specific policies concerning length and timing of leaves 3.08 1.26 
of absence do not take into account particular medical 
needs or individual circumstances that might arise 
during pregnancy. 
t r • it 
11ean S.D. 
38. 	 11aternity leave policies should be carefully written 3.19 1.34 
statements which spell out the rights and responsibilities 
of all parties involved. 
3.56 1.34 
39. 	 11aternity leave policies should be restricted to tenured 
faculty. 
40. 	 Women who return to work full time soon after having 3.16 1.33 
a baby should be given no special considerations. 
41. 	 Faculty members do not need maternity leave because 3.50 1.32 
they can have their children during the summer. 
Scale: 1 (strongly agree) to 5 (strongly disagree) 
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Table 2 

Significant Faculty Means on the PASA Based on AGE (N=435) 

Question 20-39 
(N=104) 
40-49 
(167) 
50-59 
(129) 
60+ 
(35) 
Department/Colleagues 
4. Pregnancy places heavy burdens 
the individual's department 
on 3.85 3.73 3.57 3.14** 
Adoption 
8. Adoption of an infant should be 
considered equivalent to giving birth 
in terms of employee benefits 
provided. 
1.75 2.05 2.08 2.42* 
9. Adoption of an infant should not be 
included in maternity leave guidelines 
because it is not a medical disability. 
4.15 3.73 3.68 3.37** 
10. Employers should reimburse adoptive 
parents for some of their adoption 
expenses. 
3.83 4.23 4.35 4.50** 
16. Only women who take a leave of 
absence during or after pregnancy 
should be allowed to stop the tenure 
clock. 
3.61 3.48 3.15 2.81 ** 
17. Because of the flexible schedules 
academics women should be able 
bear children and earn tenure. 
of 
to 
2.34 2.13 1.93 2.00* 
18. Because of the flexible schedules 
academics, women should be able 
bear children and earn promotions. 
of 
to 
2.37 2.14 1.95 2.05* 
19. Pregnancy jeopardizes a 
chance to achieve tenure. 
woman's 2.76 3.25 3.26 2.88** 
20. Pregnancy jeopardizes a 
chance to earn promotions. 
woman's 2.77 3.23 3.24 2.80** 
23. It is difficult for women to achieve 
tenure and be good parents at the 
same time. 
2.83 3.21 3.38 3.08* 
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Table 2 Cont. 
24. It IS difficult 
tenure and be 
same time. 
for men to achieve 
good parents at the 
3.24 3.44 3.72 3.78* 
Fathers 
25. New fathers do not need the same 
considerations from their employers 
as new mothers do. 
3.33 2.94 2.59 2.28*** 
26. There is a need for paternity leave 
for new fathers as well as maternity 
leave for new mothers. 
2.30 2.80 3.18 3.37*** 
28. Fathers are playing a more active 
role in parenting and should be 
considered eiigible for paternity 
leave. 
2.03 2.63 2.96 3.45*** 
29. 
Teaching/Research/Service 
Teaching usually suffers 
faculty member is pregnant. 
when a 
3.94 3.88 3.88 3.28* 
38. 
Policies 
Maternity leave policies should be 
carefully written statements which 
spell out the rights and 
responsibilities of all parties involved. 
1.64 1.81 1.76 1.29* 
39. Maternity leave policies should 
restricted to tenured faculty. 
be 4.65 4.55 4.42 4.06** 
* = p<.05 
** = p<.OI 
*** = p<.(XH 
Scale: 1 (strongly agree) to 5 (strongly disagree) 
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Table 3 

Significant Faculty Means on the PASA Based on GENDER (N =434) 

Question 
Department/Colleges 
4. 	 Pregnancy places heavy burdens on the 

individual's department. 

Adoption 
9. 	 Adoption of an infant should not be 

included in maternity leave guidelines 

because it is not a medical disability. 

TenurelPromotion 
16. Only women who take a leave of absence 
during or after pregnancy should be 
allowed to stop the tenure clock. 
23. 	 It is difficult for women to achieve 
tenure and be good parents at the same 
time. 
Fathers 
25. New fathers do not need the same 
considerations from their employees 
as new mothers do. 
26. 	 There is a need for paternity leave for 
new fathers as well as maternity leave 
for new mothers. 
28. Fathers are playing a more active role in 
parenting and should be considered 
eligible for paternity leave. 
TeachinglResearch/Service 
29. 	 Teaching usually suffers when a faculty 
member is pregnant. 
30. 	 Research usually suffers when a faculty 
member is pregnant. 
Male 
(N=309) 
3.57 
Female 
(125) 
3.88** 
3.61 4.19*** 
3.23 
3.25 
3.65** 
2.97* 
2.71 
3.08 
2.86 
3.28*** 
2.25*** 
2.15*** 
3.73 
3.34 
4.14*** 
3.63* 
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Table 3 Cont. 
Male Female 
(N=309) (125) 
32. 	 Faculty members who feel comfortable with 1.91 1.56* 
their roles as both parents and scholars 
will become more productive employees in 
the long run. 
Policies 
35. 	 Universities should look to industry for 3.13 2.66*** 
direction in planning maternity leave 
policies. 
36. 	 Faculty and staff maternity leave 2.25 2.00* 
policies should be similar. 
37. 	 Specific policies concerning length 2.46 2.26* 
and timing of leaves of absence do not 
take into account particular medical needs 
or individual circumstances that might 
arise during pregnancy. 
* = P < .05 

** = P < .01 

*** = P < .001 

Scale: 1 (strongly agree) to 5 (strongly disagree) 
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Table 4 
Significant Faculty Means on the PASA Based on RANK (N =423) 
Question Asst Assoc Full 
(N=101) (119) (203) 
4. 	 Pregnancy places heavy burdens on the 3.92 3.74 3.54** 
individual's department. 
Adoption 
9. 	 Adoption of an infant should not be included 4.08 3.91 3.57** 
in maternity leave guidelines because 
it is not a medical disability. 
TenurelPromotion 
11. 	 A faculty member should have the option 1.64 2.01 1.91* 
of stopping the tenure clock for one 
year during pregnancy and the parenting 
of an infant. 
12. Faculty members who choose to become 4.68 4.42 4.39* 
pregnant before tenure are not very 
serious about their careers. 
16. Only women who take a leave of absence 3.67 3.33 3.19* 
during or after pregnancy should be 
allowed to stop the tenure clock. 
17. 	 Because of the flexible schedules of 2.42 2.07 1.97** 
academics, women should be able to bear 
children and earn tenure. 
18. 	 Because of the flexible schedules of 2.43 2.08 2.00** 
academics, women should be able to bear 
children and earn promotions. 
20. 	 Pregnancy jeopardizes a woman's chances 2.85 3.08 3.23* 
to earn promotions. 
24. 	 It is difficult for men to achieve tenure 3.30 3.40 3.72* 
and be good parents at the same time. 
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Table 4 Cont. 
Asst Assoc Full 
(N=101) (119) (203) 
Fathers 
25. New fathers do not need the same 3.30 3.02 2.56*** 
considerations from their employers as 
new mothers do. 
26. 	 There is a need for paternity leave for 2.36 2.57 3.27*** 
new fathers as well as maternity leave 
for new mothers. 
27. 	 Fathers' and mothers' careers are 3.61 3.37 3.80* 
affected equally by the birth of 
children. 
28. 	 Fathers are playing a more active role 2.03 2.52 3.05*** 
in parenting and should be considered 
eligible for paternity leave. 
TeachinglResearch/Service 
32. Faculty members who feel comfortable with 1.61 1.77 1.92* 
their roles as both parents and scholars 
will become more productive employees in 
the long run. 
Policies 
39. 	 Maternity leave policies should be 4.75 4.60 4.33*** 
restricted to tenured faculty. 
* = 	P < .05 
** = P < .01 
*** = P < .001 
Scale: 1 (strongly agree) to 5 (strongly disagree) 
